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Abstract 
The aim of this research is to investigate the role of ethical leadership on employee's performance in Rasht University of Medical 
Sciences. The research method in this study is descriptive - correlation and based on the objective, it is an applied research. The 
statistical population of this research consisted of all employees of the University of Medical Sciences in the city of Rasht, which
the number of sample size was determined 337 employees by the available non-probability sampling method. In order to collect 
data standard questionnaire was used, and finally 349 questionnaires were analyzed. In the inferential statistics, the Kolmogorov-
Smirnov test was used to investigate the normality of data distribution. With regard to the normality of data distribution, in order 
to investigate the hypotheses, the parametric tests of Pearson correlation and hierarchical regression in SPSS software were used. 
In order to test the fitness of research model and investigating all relationships, the structural equation modeling in LISREL 
software was used. The research results showed that the role of ethical leadership in the performance of employees is indirectly
significant and all hypotheses were confirmed.
© 2016 The Authors. Published by Elsevier Ltd. 
Peer-review under responsibility of the Ardabil Industrial Management Institute. 
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1. Introduction 
Nowadays, performance and productivity have found such a standpoint which is seemed to be effective on every 
aspect of life and has caused an increasing gap and distance between advanced countries and the third-world 
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countries. In every organization the staff performance is regarded as one of the most important concepts. Therefore, 
one of the most significant challenges in every organization should be to improve and enhance the organizational 
and employees performances (Mousakhani, Alvani, Mirza'ee & Muhammadi, 2012). Of course, admitting this reality 
that the individual performance in administrative or industrial organizations of our country is a lot lower than the 
global standards makes it more salient to conduct a study regarding the subject of organizational and individual 
performances by the application of the results of which there is the hope to prevent from reduction in the 
performance in the form of low-level output, low profitability, product and service quality reduction, the increase in 
absenteeism and service desertion, unaccomplished objectives and finally the decrease in the productivity (Faghihi 
Farahmand, 2009). The organizations are in need of constant performance improvement to be able to survive and 
progress and the human resources are considered as their basic assets and they are presumed to be the origin of any 
sort of change and innovation in the organizations (Asgharpoor, 2006). The rate the organization succeed to achieve 
their goals is in direct relationship with the staff performance, therefore, the employees standpoint and their 
performance is considered as critical for the organization. In line with this, if the staff performance is found to be 
faulty there is the possibility for the organization to be challenged and endangered (Mousakhani, Hamidi, & Najafi, 
2010). Performing the organizational tasks and duties, corresponding to the predefined standards and criteria in such 
a way that the objectives actualization is made most probable, depends on variegated factors. The objectives clarity 
and understandability, availability of the facilities and tools, preparation of the favorable organizational conditions 
and atmosphere, the existence of a competent leader acceptable by the employees are but some of the necessary 
components for the instantiation of the optimum performance (Ghazanfari & Abedi, 2008). 
The ministry of health has adopted five strategic plans including the staff performance management to boost the 
reformations procedure and they are based on three general principles which are responsibility, performance and 
accountability based on which the quality of the staff performance improvement should be elaborated and the 
determination of the staff salaries and wages proportionate to the work volume and customer satisfaction are the 
other related topics therein (Barati, Malaki, Golestani, & Imani, 2006). Guilan medical sciences university is one of 
the organizations which besides working in health and sanitation fields provides services regarding education and 
research to the entire units of the society such as university students, physicians, nurses and other health and 
treatment personnel and the other social classes, as well. The high organizational costs and securing such funding 
from the public sources which are going narrower and more limited on a daily basis has made the managers to focus 
on the organizational objectives actualization, to pay more attention to the constant improvement of the service and 
products qualities offered by the organization, also fulfilling citizens’ satisfaction, being considerate of the 
management and evaluation and enhancement of the staff performance are among the other necessary issues to be 
considered. Walumbwa in a study performed by him in 2011 on a huge pharmacological company asserted that the 
ethical leadership influences the staff job performance positively through leader-member exchange (LMX), self-
efficacy and organizational identity (Walumbwa, Mayer, Wang, Wang, & Workman, 2011). Ethical leadership is 
among the styles which are found to be effective on individuals’ job performance and the assigned tasks and duties. 
The evidences obtained from various studies indicate that being committed to the ethical values is the characteristic 
of the highly efficient leaders. Such leaders encourage their employees to improve their performance, heighten their 
tendency to innovate and stimulate them to be creative and this is all done through the leaders’ just and fair 
behaviors with their employees (Padash et al., 2010). In a definition based on social learning theory, Brown, 
Trevino, and Harrison (2005) state that specified ethical leadership as indicative of the proper normative behavior 
and conduct through interpersonal measures and relationships and the enhancement of such proper and normative 
conducts via bilateral relationships, enhancement of decision making in the employees by the superiors and 
managers (Brown et al, 2005). Guillen and Gonzalez (2001) state that the ethical leadership is to be characterized by 
honesty, determination, flexibility, truthfulness, trustworthiness, intellectuality and audacity and responsibility. 
The importance of the job performance has made the researchers to conduct more studies regarding this theme 
(Shekarkan, Nisis, Noami, & Mehrabi Zadeh Honarmand, 2001). For most of the organizations the staff performance 
is the most critical determinative factor predicting the organizational accomplishment. Ferris (2008) state that the 
significance of the vocational performance as a key factor in productivity and an important and fundamental 
outcome for the organization is perfectly clear and vivid. And it is this importance that has turned the attention of 
industrial and organizational psychologists to such a variable as the most basic variable contributing to the 
organizational performance enhancement (Noami & Pirya’ee, 2010). One of the problems in the today’s 
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organizations is the staff weak performance which is manifested in the form of low output, low productivity, 
entrance and exit deferments, service desertion and quitting, resource wastage reduction in the work spirit, reduction 
in job satisfaction, reduction in job security and eventually a decrease in the productivity rate. According to the role 
played by human resources in organizational productivity in every organization, the survey and the determination of 
the human resources job performance and being informed and aware of the effective factors on them plays a 
considerable role in the identification of the challenges upfront and the staff job performance (Motowidlo, 2003). In 
the studies previously performed by Bello in 2012 and in a study entitled “the effect of ethical leadership on the staff 
performance”, it has been dealt with the survey of the ethical leadership conceptualization and the effect it exerts by 
making use of the trust and promise to pay variables and it was concluded that the leaders according to their being 
regarded as role models by the employees and due to having strong personality and the creation of trust and 
confidence as well, can enhance the staff performance (Bello, 2012). Also, In the study by Coulson (2013), entitled 
“novel leadership and the creation of an organization with a high performance”, came to this conclusion that the 
important aspects of change, emphasis and the required concentration on “the novel leadership” has a pivotal role 
and the performance support and back up can bring about the determination of a useful result (Coulson, 2013). Also, 
Arab, Tajvar, and Akbari (2006), in a study entitled “the relationship between the bosses and managers’ of the 
hospitals leadership style with the hospital performance indices” which was conducted on the managers and directors 
of 8 hospitals in Qom province, came to this conclusion that the hospital managers do not tend to use participatory 
management and to make the employees cooperate and share the decision making related to the hospital affairs 
administration and the know as appropriate the despotic methods of administrating the treatment units (Arab et al., 
2006).  
According to the material proposed above and since the ethical leadership is effective on the staff performance in 
various organizations and due to the important role played by health and treatment in enhancing the countries’ 
various social and cultural and economical indices the organizations involved in such issues and affairs have begun 
to radically review the health management strategies more than ever before in order for the most efficient methods to 
be implemented in applying the scarce resources and in order for the individual persons’ health in the society to be 
safeguarded (Barati et al., 2006). Guilan’s medical sciences university staff members are not excluded from this 
principle. Therefore, in the present study we deal with the survey of the ethical leadership role in staff performance 
and in the end this question should be posited that “is the ethical leadership style effective on the staff job 
performance in Rasht County’s medical sciences university staff?” 
2. Literature Review 
2.1. Job Performance 
Regarding the job performance, there are various perspectives presented. The rate of the accomplishment and 
output obtained via recruiting an individual to conduct a task or duty is referred to as performance. This topic finds 
meaning when we begin to understand that the success or the failure of an organization depends on the employees. 
Performance has been defined differently in various contexts and each of the experts and specialists of the field has 
dealt with a specific aspect of performance. Job performance is a system of behaviors related to the organizational 
objectives or organizational departments’ goals for which everyone has been assigned with a task to be fulfilled 
(Ferris, Lian, Brown, Pang, & Keeping, 2010). Performance, results or the effects of every individual’s activities 
should be specified during the passage of time (Shahzad, Sarmad, Abbas, & Amanullah Khan, 2011). For every 
fundamental organizational and industrial psychology functions the focus has always been directed towards the 
improvement of the work performance which is based on tow expanded class of staff behaviors: duty-oriented 
performance and implied performance (Kahya, 2007). Borman and Motowidlo (1993) distinguished between task 
performance and contextual performance. The part of the performance which is defined in formal job description 
sections is called the task performance. Task performance has been defined as a skill by which the individuals 
recruited to a job perform activities in a formal manner as part of a specified job and it is regarded as the main kernel 
of every organization. It is more like the teaching of a teacher in a school. In other words, the task performance 
involves behavioral patterns which are directly engaged in the production of products and services or it incorporates 
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activities which provide immediate and intermediary-free supports for technically-driven processes (Jahson et al., 
2008). On the contrary, the contextual performance should be defined as the individual efforts which are not in direct 
relationship with the individuals’ occupational tasks and duties but they are important, since they shape the 
psychological, social context of an organization in which the task-oriented activities and processes are carried out, 
much like a vital catalyzer (Kahya, 2007). The contextual or implied performance are those individual efforts which 
do not directly relate to the accomplishment of one’s job but they are very important, since they combine the 
individual’s psychological, social and organizational contexts in order for the task performance activities to be 
performed (Kahya, 2009). Creating a distinction between task performance and contextual performance puts forth a 
theory regarding the individual differences in task and contextual performances (Jawahar, 2007). 
2.2. Ethical Leadership 
Ethical leadership is one of the sub-branches of the ethical behaviors (Avatefi monfared , Mahdad, & Mir Jafari, 
2012), it has been pronouncedly the focus of the attention during the early onset of the third millennium in the field 
of creating a healthy work environment and as a result of the organizational, group and individual outcomes it 
entails. Of course, this element has not been worked out in an integrated and organized manner in the area of 
research. The ethical leadership as an independent theory was first developed based on the studies by Brown et al. 
(2005) (Dion, 2012). He believed that two theories of social transactions and social learning can be regarded as the 
premises out of which the ethical leadership and followers’ behaviors relationship has emerged (Walambwa et al., 
2011). This form of leadership has been specified from the perspective of social learning, leadership based on the 
normative rules and values which can be manifested through the conducts, deeds, decision-making and the ethical 
and unethical behaviors punishment and reward implementation methodologies in organizational environment. The 
former mentioned researcher and the other theoreticians emphasize the social learning perspective because they 
believe that the leaders and the managers due to their formal power and influence and their standpoints in the work 
environment (and in some informal cases) are exposed to be taken as role-models by the staff (Mayer, Aquino, 
Greenbaum, & Kuenzi, 2012; Zhang, Walumbwa, Aryee, & Chen, 2013). 
2.3. Leader-Member Exchange (LMX) 
The leader-member exchange theory states that the leaders treat each of their employees based on a different 
level of social interactions; to wit, they do not treat them all as identical. This is originally named the top-down pair-
wise relationship theory and it underlies the special relations a leader considers with his subordinates and here each 
of the relations is unique and causes some loops to be created among the pairs. The leader-follower exchange 
approach emphasizes on the unique interactional relationship between the manager and the employee and it 
disagrees to the theorem of the use of a specific style for all of the staff. The relationship between manager and the 
employee can be good and high quality and/or weak and low quality (Rasooli & Shaha’ee, 2009). The emergence of 
the leader-member exchange theory confirms this theory that the leaders treat their subordinates with different styles 
in realityf. 
2.4. Self-efficacy 
Self-efficacy is the main factor conceptualized in social learning theory, and it was first shaped in the social 
psychology grounds (Bandura, 2000). Based on this theory, the individuals influence their motivation and behavior 
in a threefold causality system. Bandura (1997) believes that the human beings possess a self-controlling system and 
self-regulatory force and via this system they control their emotions and behaviors and they play a determinative 
role in their own destiny. In this way, the human behavior is not only is the control of the environment, rather, 
cognitive processes play a significant part in human behavior. In his idea, being in the possession of knowledge, 
skills and prior accomplishments are not appropriate predictors of the future performance rather the human belief 
regarding one’s own capabilities in carrying out tasks and jobs is effective on the performance quality (Bandura, 
1997). The individuals learn the behavioral standards via direct modeling, verbal encouragement, helping the others 
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4. Methodology 
The study population of the current research includes all of the Guilan Province, city of Rasht medical sciences 
universities’ staff which is comprised of the administrative vice chancellors and hospitals staff and it was 
determined to reach the total number of 3860 people. The sampling has been based on non-probabilistic availability 
method and by making use of the Cochran’s formula the study sample volume was estimated to be 337 individuals. 
In the next stage the researcher took steps to administer the questionnaire and maximum number of 360 
questionnaires was distributed. In the data collection step the questionnaires completed by the medical sciences 
university staff were gathered and 349 questionnaires were analyzed. 
10-item ethical leadership scale proposed by Brown et al (2005) was applied to measure the ethical leadership 
variables and this scale deals with the combinatory assessment of the leadership features such as acting honestly and 
impartial, giving freedom to the staff, specially freedom regarding staff’s criticisms, and rewarding the staff ethical 
activities by taking advantage of uni-dimensional measure (Kalshovan et al., 2011).  To assess the staff job 
performance dependent variable a 13-item scale was used which had been previously extracted from the study 
conducted by Paterson (1990) and such items incorporate indices such as observing discipline and administrative 
regulations, feeling responsible, accomplishing one’s job with a favorable quality, seriousness at work, respecting 
the clients, keeping vocational secrets, observing the peers’ rights and providing them with vocational information. 
The 7-item leader-member exchange measure has been taken from Scandura and Graens (1984) which is evaluated 
by indices such as identification of the staff potential competencies, perception of their needs and job-related 
problems, the use of the superior’s informal influence and power to support and resolve the subordinates’ vocational 
problems and issues and the quality of the interrelationships. Also, to evaluate the organizational identity in the 
present study there was made use of a 6-item scale which was originally posited by Ashforth and Mael (1992) and 
such items include indices such as the believing in the organization accomplishment as one’s own success and 
paying attention to the general public thoughts and notions and the mass media regarding their criticism and/or 
complement of the organization as being regarded as one’s own criticism and complement. Finally, to investigate 
self-efficacy there was made use of 3-item measure proposed by Spreitzer (1995) and such items are comprised of 
indicators such as the belief in one’s own skills and capabilities for performing the assigned tasks and duties. 
5. Data Analysis and Finding 
To analyze and select the type of the related test, firstly the data distribution normality should be investigated. 
After the data distribution normality was verified and the Kolmogorov-Smirnov test (K-S) was applied considering 
the decision measure or the same significance level (Sig.) it was indicated that the significance level in all of the 
variables is above 0.05, therefore it can be said that the data distribution normality is confirmed. So, to survey the 
study hypotheses and the variables interrelationships there is a need for the parametric tests to be used. To 
investigate the study hypotheses there was made use of parametric tests such as Pierson correlation test and 
hierarchical regression in the format of SPSS software. To determine the model fitness and also to survey the entire 
relationships we made use of structural equation modeling within the LISREL software framework. Out of the 349 
individuals available in the study sample volume the greatest majority of the respondents, 61%, were women which 
reached the total number of 213 individuals. The highest percentage of the respondents (38%) was in an age range 
from 31 to 41 years of age. From the education level perspective, 50% of the respondent were among MA graduates 
and 19% had BA degree and higher and this indicates that the individuals had a good and favorable scientific 
potential. Also, the majority of the respondents had a work history of more than 20 years and this was indicative of 
the participants’ sufficient experience of the field. The highest percentage (41%) of the staff had been recruited in 
contractual forms and they were working with the job titles and positions such as experts (35%) and administrative 
and finance (30%). 
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Table 1. The complete study model fitness indices 
Fitness index
NC RMSEA NFI NNFI GFI RMR 
3.79 0.068 0.93 0.91 0.96 0.034 
The results obtained from the study model test and the causative relationships between the main hypotheses in the 
study have been illustrated in two standard and significance forms. The calculation of the significance values 
indicates that the causative relationship between the ethical leadership and staff performance is not significant (the t-
value is smaller than 1.96). On the other hand, the relationship between ethical leadership and the intermediary 
variables of leader-member exchange, self-efficacy and organizational identity was found to be significant (the t-
value is larger than 1.96). Therefore, according to the fact that the ethical leadership does not indicate a direct and 
significant relationship with the staff performance it can be stated that the ethical leadership influences the threefold 
intermediary variables in a direct and significant manner and the intermediary variables affect positively and 
statistically significantly the staff performance but the ethical leadership effect on the staff performance is a lot 
better and more appropriate which has been carried out through the intermediary variables and in the form of a 
completely intermediated structure. Since in the path analysis section the variables are surveyed in relationship with 
one another, therefore if a variable exerts a greater influence on the dependent variable it brings about the rejection 
of the other variable relationship, so the effect of the ethical leadership on the staff performance is more likely to be 
an indirect effect.  
6. Conclusion 
As it is clear from the results obtained by the current research, the LMX relationship quality influences the 
member performance level. The logic behind such a claim is that the subordinates enjoying high LMX may perform 
better as a result of gaining increasingly growing supports, feedbacks, resources and the presented opportunities. 
Therefore, according to the confirmation of the first hypothesis which indicated the highest intensity (81%) of the 
relationship among the study variables and according to the fact that the fourth hypothesis was also confirmed it is 
suggested that the leaders can apply the following methods to enhance the quality of their job and vocational 
relationships with their subordinates: 
Ͳ Providing each of the staff with a chance to talk about their problems, interests and expectations. 
Ͳ Listening actively to the staff problems and issues and being considerate and sensitive to them. 
Ͳ Not imposing the leadership thoughts and mindset framework and paradigm to the staff.  
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